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In 1993, Solberg, Good and Nord developed the Career Search Efficacy Scale in 
hopes of assessing the efficacy level of adolescents and adults interested in changing 
careers/jobs, finding a career/job and/or reentering the job market. Influenced by 
Bandura's theory of self-efficacy (1977) and its' application to career counseling by Betz 
and Hackett in 1981, Solberg Good and Nord, developed a scale that would not only 
examine the elements of career self efficacy on the whole, but would allow them to 
specifically discriminate those factors that constitute efficacy surrounding the development 
of competencies related to performing career search and selection activities. While there are 
other scales that can tap into the construct of Career Search Efficacy and/or Career Self 
Efficacy, aside from the currently constructed Career Search Efficacy Scale, only the 
Career Decision-Making Self-Efficacy Scale (CDMSE; Taylor & Betz, 1983) has provided 
professionals with a way to assess an individuals' level of efficacy throughout the career 
search process. The CDMSE has a drawback, in that it is that it only evaluates career 
search efficacy according to the responses of the college student. It is not a scale that can 
generalize to other populations. For this reason Solberg, Good and Nord designed the 
Career Search Efficacy Scale to be inclusive enough to tap into and be applicable for 
various populations at different life stages in their career search/selection. 
In creating such an instrument, the first measurement of its kind, Solberg, Good 
and Nord have carved out a niche for themselves. In doing so, effort has been made to 
validate the scale. During this time the need to create a manual for the 
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scale arose. The purpose of this study is to create such a manual for the Career Search 
Efficacy Scale. The manual will describe the scale, provide a rationale its development and 
include relevant psychometric information. Additionally, included will be directions for 
administering, scoring and interpreting the scale. 
CHAPTER II 
REVIEW OF THE LITERAWRE AND RELATED RESEARCH 
In order to understand the concept of career search efficacy, an individual must first 
look at the underlying principles that guide the concepts of self-efficacy and career self 
efficacy. In 1977 Albert Bandura introduced the concept of self-efficacy. Particularly of 
interest in Bandura's social-cognitive theory, are self-efficacy expectations, or a person's 
belief regarding his/her ability to succeed at a particular task or behavior. These 
expectations that an individual holds for him/herself are seen as direct mediators of 
behavior change and displayed behavior (Bandura, 1986). These beliefs are also expected 
to play a role in the level of motivation an individual will exhibit in performing a certain 
task (Bandura, 1986). Bandura (1986) outlines two ways that this motivation is affected: 
(a) level of self efficacy expectations- which influences the kind of behaviors that are 
attempted or avoided; and (b) strength of self efficacy expectations - which influences an 
individual's persistence of a given behavior when confronted with adverse experiences. 
The stronger an individual believes in his/herself, the more persistent and the greater their 
efforts will be to succeed (Bandura, 1989). 
These self-efficacy expectations can be learned or incorporated into an individual's 
repertoire through the following ways: (a) accomplishment through performance, i.e. 
success in performing the specific task or behavior; (b) vicarious learning or modeling; (c) 
an emotional arousal, i.e. anxiety connected with performing the specific task or behavior; 
and (d) verbal persuasion, i.e. support from others or discouragement (Bandura, 1977). 
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Hackett and Betz in 1981 were the first to empirically investigate and apply the 
theory of self-efficacy to vocational behavior and career counseling. In a study that 
examined the use of self-efficacy theory in understanding career development, academic 
and career decisions, achievement and career adjustment for both women and men, Betz 
and Hackett found that self-efficacy as a construct can be extended to career self-efficacy. 
Their original study suggested that career-related self-efficacy expectations may hold great 
importance in modifying and understanding women's career development processes, but 
that in general the construct of career self-efficacy was a viable one (Lent & Hackett, 
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1987). Hackett and Betz (1983) found that career decision-making self efficacy is 
negatively associated with an individual's level of vocational indecision; less confidence in 
performing career decision related tasks was associated with higher ratings of vocational 
indecision. Since Hackett and Betz's original application of the idea, career self-efficacy 
research has centered around three key issues: (1) how do self-efficacy expectations relate 
to an individual's scope of perceived career options, career decision-making and pursuit of 
desired outcome?; (2) how do sex differences in level, strength and generality of career 
self-efficacy expectations reflect upon the understanding of sex differences in vocational 
behavior?; and (3) to change vocational behavior, do counseling interventions that focus on 
increasing career self-efficacy have success and provide satisfaction (Lent & Hackett, 
1987)? 
Amid this body of research is a study conducted by Lent, Brown and Larkin 
(1984), that investigated the level of career self-efficacy in college students that majored in 
scientific and technical career areas. Specifically they examined the relationship of career 
self-efficacy on the degree of academic success and persistence experienced by these 
students. In a partial replication of the study in 1986, Lent et al., found through 
conducting construct validity of the self-efficacy measures they employed, that there were 
nonsignificant correlations between the 
measures of self-esteem and measures of career indecision and career self-efficacy. These 
finding suggested that career self-efficacy could be a unique construct, not just a 
compilation of overall self-confidence and/or career indecision (Lent, et al., 1986). 
Extending from the construct of career self-efficacy, is the concept of career search 
efficacy, which Taylor and Pompa (1990) feel is an area with significant promise. Career 
search efficacy encompasses and individual's belief/expectations regarding their ability to 
perform, and succeed at performing, various career search related activities such as; career 
explorations, job search activities and personal exploration (Solberg, Good & Nord, 
1993). These deliberate actions included in conducting a career search directly, involves 
engaging proactive behavior patterns that have been regarded as human agency (Bandura, 
1986; Betz & Hackett, 1987). 
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Human agency, the degree of influence a person believes themselves to have in 
affecting social transactions (Bandura, 1992; Betz & Hackett 1991) is important for career 
search efficacy research in that career agency may be expected to evolve from human 
agency. Solberg, Good, & Nord et al. (1993), have proposed that career agency is 
constructed notably of career self efficacy expectations. The question that comes into play 
is, are human agency and career search efficacy two distinct constructs. In order to 
empirically examine the relationship between career search efficacy and human agency, 
Solberg, Good, Fischer, Nord and Brown (1993) conducted a principal components 
analysis of personality indices associated with human agency and measures of career 
efficacy. The results yielded two separate constructs, career search efficacy indices on one 
factor, representative of "career efficacy" as a construct and measures of instrumentality, 
assertiveness and social facility loading on a second factor, representative of "human 
agency". Furthermore, through separate hierarchical regression analyses, Solberg et al. 
(1993), found that career search efficacy served as a mediator between human agency and 
career development. Since the availability of research on career search efficacy is still in the 
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infantile stage, it is meaningful to note the endeavor of further developing and fleshing out 
the boundaries of a new construct within the Career Search Efficacy Scale. In addition, 
one must also note that the scale addresses the two challenges put forth by Lent and Hackett 
in their 1987 monograph on career self-efficacy and the implications for further research on 
the topic. The two concerns for future research proffered were: (1) the need to measure the 
self-efficacy construct itself; and (2) the need for the construct of career self-efficacy to take 
a wider scope, i.e. broader subject populations, diverse experimental designs and tasks. 
While the CDMSE was designed to measure the relationship between career decision-
making tasks and self-efficacy, it is only relevant for a college student population (Taylor & 
Betz, 1983). The CSES was developed specifically to explore and assess the three 
components of career search efficacy as a construct; (a) personal exploration; (b) career 
exploration; and (c) job search efficacy (Solberg et al., 1993b). Additionally, construct 
validity procedures to delineate which measures do not tap into the construct of career self-
efficacy were performed to answer the first challenge made by Lent and Hackett. 
Furthermore, by creating the CSES to target not only college student populations, but 
individuals entering the workforce for the first time, adults reentering the workforce and 
individuals in the midst of changing careers, Solberg et al. address the issue of need for a 
wider scope, i.e. subject populations, in studying the construct of career self-efficacy. 
CHAPTERIII 
DEVELOPMENT OF THE CSES 
The Career Search Efficacy Scale was designed to assess the degree of confidence 
and individual has in executing various career search tasks (Solberg et al., 1993). In order 
to identify important those career search tasks, various career self help books were 
consulted and 72 items were chosen to be representative of three broad career search 
categories; (a) personal exploration; (b) career exploration; and (c) job exploration. 
Personal exploration was operationally defined as an individual exploring his/her own 
skills, goals and values. Career exploration tasks were defined as tasks relating to 
generating information about a particular occupation or career, and job exploration was 
defined as tasks specifically related to finding an employer, such as; identifying potential 
employers; contacting those employers; conducting interviews; and the sort. The 72 
generated items were then pilot tested in two separate studies. 
The first pilot test consisted of performing a principal components analysis with 
varimax rotation. A two-, three- and four-factor solution was rotated following 
examination of the scree plot, discontinuity between factors and identified eigenvalues over 
one. The three-factor solution was found to be the most meaningful and consisted of 45 
items loading at a .50 level or above. The three factors obtained closely paralleled the three 
broad career search categories that comprised the batch of 72 tested items. 
A second principal components analysis was executed as a replication, with similar 
evaluating criteria for determining the number of factors to be rotated. This study found a 
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four-factor solution to be the most meaningful. The 35 items that were retained had factor 
loadings of .50 and above. 
Factor Structure of CSES 
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Following the two pilot test studies the final 35-item Career Search Efficacy Scale 
was administered to two sample populations combining for a total of 427 respondents. 
These scores were then submitted to a principal components analysis with varimax rotation. 
Through thorough examination of the scree plot, discontinuity of factors and interpretability 
of the factor solution, the decision was made to rotate a three-, four- and five-factor 
solution. Accounting for 71.0% of the estimated total variance, were 5 factors with 
eigenvalues over 1. For practical usage, Solberg, Good & Nord decided that the four-
factor solutions provided the most meaningful solution and is presented in Table 1. Sample 
2, consisting of 235 individuals, was utilized for replication purposes. The findings are 
quite similar to those of sample one. Sample 2 confirms the practicality of a four-factor 
solution with similar factor loadings. In addition, sample 2 accounts for 69.7% of the 
common variance and trace variance for the four factors range from 52.6% to 3.3%. 
Results of this replication can be found in Table 2. Due to similarity, only results from 
Table 1 will be described. 
Factor 1 consisted of 14 items with factor loadings ranging from .46 to .75 and 
accounted for 52.9% of the common variance. The top three loading items; Organize and 
carry out career goals; Find employer with opportunities you want; and Research potential 
career options, lent themselves to identifying Factor 1 as "Job Search Efficacy". Two 
items were found to cross load. Item #19, Know where to find information about potential 
employers, cross loaded on Factor 3, and item #16, Dress in a way that communicates 
success during a job interview, cross loaded on Factor 2. These cross loadings indicate 
these particular items did not differentiate between factors effectively and therefore should 
be dropped from the scale. 
Factor 2 consisted of 8 items ranging in factor loadings from .51 to .76 and 
accounted for 6.1 % of the common variance. The top three loaded items; Conduct an 
information interview; Evaluate a job during an interview; and Evaluate job 
requirements/work environment lent themselves well to identifying Factor 2 as 
"Interviewing Efficacy". The remaining items in the subscale deal with interviewing and 
pre-interviewing tasks. As with Factor 1, two items were found to cross load from Factor 
2. Item #28, Select people to associate with at work, cross loaded with Factor 1 and item 
#22, Market your skills and abilities to others, cross loaded with Factor 3. 
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Factor 3 consisted of 8 items ranging in factor loadings from .52 to .71 and 
accounted for 4.8% of the common variance. Upon analysis of the top three item loadings; 
Join organizations with career emphasis; Use social network for job opportunities; and 
Utilize social networks to gain employment, Factor 3 was entitled "Networking Efficacy". 
Factor 3 had one item that cross loaded with Factor 2, item #10, Market skills and abilities 
to employer. 
Factor 4 consisted of 5 items ranging in factor loadings from .58 to .87 and 
accounted for 3.8% of the common variance. Upon analysis of the top three item loadings; 
Clarify and examine personal values; Identify and evaluate personal values; and Identify 
and evaluate career preferences, item 4 was entitled "Personal Exploration Efficacy". 
In addition, a 2 (Gender) X 4 (Class level) MANOV A was performed in order to 
determine if the four subscales were sensitive to differences in gender and/or class level. A 
main effect was found for class level. No main effect was found to be significant for 
gender, but the interaction for class and gender was found to be significant. For the Job 
Search Efficacy subscale, sophomore males were found to have significantly higher self-
efficacy ratings than female juniors or male seniors. For the Interviewing Efficacy 
subscale, both sophomore males and freshman females were found to have significantly 
higher self-efficacy expectation ratings than senior males, junior females or senior females. 
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Additionally, for the Personal Exploration subscale, both freshman females and sophomore 
males were found to possess significantly higher levels of self-efficacy that freshman 
males. The means and standard deviations of the subscales and total scale by gender and 
class level for both the initial and replication are presented in Tables 3 and 4. 
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TABIB 1 
FACTOR LOADINGS OF CAREER SEARCH EFFICACY SCALE 
SOLBERG ET AL. 1993 
FACTORS I II III IV 
,fob Search Efficacl'. (Fact2r 1) 
#30 Organize and carry out career goals . 75 .29 .17 .30 
#24 Find employer w/opportunities you want . 72 .25 .38 .16 
#32 Research potential career options . 71 .10 .34 .28 
#21 Achieve a satisfying career .69 .16 .28 .19 
#29 Identify your work skills .67 .38 .09 .39 
#31 Deal effictively with societal barriers .67 .22 .17 .33 
#33 Deal effectively with personal barriers .62 .24 .17 .29 
#17 Identify resources needed to find career .61 .33 .30 .26 
#25 Know how to relate to your boss .60 .34 .36 .09 
#18 Contact personnel office for interview .60 .36 .41 -.01 
#19 Information about potential employers .59 .20 .58 .01 
#35 Understand how skills can be used .56 .24 .38 .30 
#16 Dress to communicate success - interview .48 .46 .08 .22 
#15 Develop skills across lifetime .46 .26 .44 .37 
Interviewing Efficacl'. (Fact2r 2) 
#5 Conduct an information interview .10 . 76 .31 .14 
#4 Evaluate a job during an interview .17 .76 .28 .23 
#26 Evaluate job requirements/work environ .45 .66 .18 .16 
#34 Develop effective questions for interview .40 .66 .24 .10 
#27 Prepare for an interview .45 .65 .25 .13 
#3 Develop an effective cover letter .15 .60 .38 .13 
#28 Select people to associate with at work .50 .55 .20 .21 
#22 Market your skills and abilities to others .45 .51 .46 .19 
Nttw2rking Efficacl'. (Fact2r 3) 
#14 Join organizations with career emphasis .39 .20 . 71 .00 
#11 Use social network for job opportunities .15 .38 .69 .25 
#8 Utilize social networks to gain employment .14 .42 .65 .29 
#12 Integrate knowleged in career planning .39 .25 .64 .32 
#13 Develop strategies in locating employment .39 .31 . 58 .33 
#2 Meet new people in careers of interest .22 .34 .58 .34 
#20 Solicit help from established person .48 .32 .57 -.04 
#10 Market skills and abilities to employer .32 .49 .52 .24 
Perii2nal Expl2rati2n Effical'. (Fact2r 4) 
#7 Clarify and examine personal values .13 .22 .05 .87 
#9 Identify and evaluate personal values .17 .31 .10 .84 
#6 Identify and evaluate career preferences .35 -.02 .32 .67 
#23 Identify and evaluate personal capabilities .49 .35 .17 .60 
#1 Identify and evaluate career values .36 .02 .34 .58 
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TABIB2 
FACTOR LOADINGS OF THE CAREER SERACH ErHCACY SCALE 
REPLICATION OF SOLBERG ET AL. 1993 
FACTORS I II III IV 
J2b S~ar~h Effi~il~)'. (Fa~tQr 1} 
#30 Organize and carry out career goals . 7 5 .20 .18 .33 
#32 Research potential career options . 7 4 .26 .26 .22 
#24 Find employer w/opportunities you want . 7 3 .34 .09 .24 
#35 Understand how skills can be used . 70 .27 .27 .24 
#17 Identify resources needed to find career .69 .43 .06 .22 
#34 Develop effective questions for interview .67 .38 .25 .15 
#21 Achieve a satisfying career .65 .19 .24 .40 
#15 Develop skills across lifetime .61 .31 .09 .52 
#33 Deal effectively with personal barriers .59 .09 .48 .04 
#14 Join organizations with career emphasis .57 .25 .07 .46 
#28 Select people to associate with at work .56 .36 .44 .14 
#18 Contact personnel office for interview .54 .53 .13 .09 
#19 Information about potential employers .5 3 .52 .09 .13 
#25 Know how to relate to your boss .51 .48 .37 .10 
#31 Deal effictively with societal barriers .50 .25 .49 .06 
#16 Dress to communicate success - interview.49 .35 .33 -.02 
lnh:rvi~wing Effi~a~)'. (Ea~t2r 2} 
#4 Evaluate a job during an interview .32 • 7 3 .11 .24 
#5 Conduct an information interview .37 . 71 .08 .23 
#3 Develop an effective cover letter .22 . 70 .04 .21 
#10 Market skills and abilities to employer .17 .62 .51 .19 
#8 Utilize social networks to gain employment . 14 .61 .44 .20 
#11 Use social network for job opportunities .14 .57 .52 .25 
#26 Evaluate job requirements/work environ .47 .54 . 35 .11 
#27 Prepare for an interview .47 .54 .38 .06 
#13 Develop strategies in locating employment .45 .51 .25 .39 
#22 Market your skills and abilities to others .44 .48 .45 .19 
#20 Solicit help from established person .47 .48 .22 .18 
N~tw2rking Effi~a~)'. (Fa~t2r J} 
#9 Identify and evaluate personal values .12 .19 . 77 .29 
#7 Clarify and examine personal values .17 .07 . 71 .40 
#29 Identify your work skills .57 .20 .57 .13 
#23 Identify and evaluate personal capabilities .54 .17 .56 .26 
P~r~2nal ExDl2rati2n Effi~a)'. (Fa~t2r 4} 
#1 Identify and evaluate career values .22 .14 .21 .80 
#6 Identify and evaluate career preferences .41 .20 .22 . 7 2 
#2 Meet new people in careers of interest .04 .28 .28 .66 
#12 Integrate knowleged in career planning .38 .40 .38 .50 
TABLE3 
MEANS AND STANDARD DEVIATIONS OF CSES 
SUBSCALES BY GENDER AND CLASS LEVEL 
Solberg et al. 1993 (n=l92) 
Gender Clilli~ Level 
male female Frosh So h Junior 
Job Search Efficacy n 81 110 85 22 26 
M 6.34 6.65 6.69 6.84 6.25 
Std 1.42 1.40 1.42 1.66 1.35 
Interviewing Efficacy M 5.56 5.84 5.92 6.33 5.53 
Std 1.64 1.59 1.58 1.85 1.44 
Networking Efficacy M 5.64 6.02 6.05 6.50 5.69 
Std 1.74 1.68 1.65 1.97 1.76 
Personal Exploration M 6.30 6.67 6.44 7.09 6.36 
Std 1.64 1.53 1.71 1.50 1.48 















MEANS AND STANDARD DEVIATIONS OF CSES 
SUBSCALES BY GENDER AND CLASS LEVEL 
Replication (n=427)* 
Gender ~Ii!~~ Level 
male female Frosh So h Junior Senior 
Job Search Efficacy n** 153 236 168 54 54 113 
M 6.5 6.5 6.7 7 6.1 6.2 
Std 1.3 1.4 1.3 1.4 1.5 1.3 
Interviewing Efficacy M 5.9 5.8 6.2 6.6 5.5 5.3 
Std 1.5 1.5 1.5 1.6 1.5 1.6 
Networking Efficacy M 6.1 6.1 6.1 6.7 5.8 5.7 
Std 1.5 1.5 1.5 1.6 1.6 1.4 
Personal Exploration M 6.7 6.7 6.6 7.3 6.5 6.5 
Std 1.4 1.5 1.5 1.4 1.3 1.3 
*Replication includes n=192 from Solberg et al. 1993 
** Taken from a sample of 427 with 38 cases missing descriptive data 
CHAPTER IV 
CONVERGENT AND DISCRIMINANT VALIDITY 
Convergent and discriminant validity were demonstrated through the comparative 
analysis of the Career Search Efficacy Scale and four other measures (Solberg et al., 
1993). These measures were comprised of: the Career Decision-Making Self-Efficacy 
Scale (CDMSE; Taylor & Betz, 1983), the Rathus Assertiveness Scale (RAS; Rathus, 
1973), the Personal Attributes Questionnaire (PAQ; Spence & Helmreich, 1978) and a 
measure developed by Jones, Briggs, & Smith (1986) of interpersonal facility or skills. 
A second-order principal components analysis was performed using the above 
mentioned measures with the addition of the CSES total scale and the four subscales. The 
correlation matrix for these measures, for both the Solberg et al. study and the replication, 
are presented in Tables 5 and 6. Following examination of the scree plot, discontinuity 
between factors and identified eigenvalues over one, the number of factors to retain was 
decided upon. Three factors with eigenvalues over one accounted for 69.5% of the 
common variance and proved to be the most meaningful solution. This factor solution is 
presented in Table 7. 
As presented, factor one, supposedly indicative of career search efficacy, consisted 
of the career search efficacy subscales from both the CDMSE and CSES. These nine 
subscales ranged in their loading values from .69 (Interviewing Efficacy) to .90 (Career 
Planning). These factor loadings support convergent validity in that the CDMSE, 
indicative of career search efficacy and the CSES a measure comprised of career search 
efficacy tasks, are indeed highly correlated. Factor 2, indicative of human agency and 
similar personality constructs, consisted of interpersonal skills and beliefs, instrumentality 
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and assertiveness ranging in factor loading values of .69 to .79. Factor 3 consisted only of 
the Femininity and M-F subscales of the PAQ. Loading on factor three were .76 and .83 
respectively. 
In concordance with this information, the replication of Solberg et al. (1993) 
produced similar results, thus confirming the discriminant validity claim that constructs of 
career search efficacy and personality constructs/human agency are indeed separate. 
Together, the two career search efficacy measures may address the aspects of career 
agency, as is suggested by their strong convergence in the second order principal 
components analysis. The replication of these findings using the complete sample of 427 
participants can be found in Table 8. 
Concurrent V alidit~ 
Additionally, one study has been conducted that can be used as evidence for 
concurrent validity. The study was conducted by Solberg, Good, Fischer, Brown and 
Nord (1994). The purpose of the study was to investigate the type of relationship that 
exists between career search efficacy, human agency and career development outcomes. 
For both hypotheses tested by this study, instruments consisted of the following; (a) the 
Career Search Efficacy Scale (Solberg et al., 1993), and the Career Decision-Making Self-
Efficacy Scale (Taylor & Betz, 1985) to ensure representative measurement of career search 
efficacy; (b) the Personal Attributes Questionnaire (Spence & Helmreich, 1978), a 
measurement of interpersonal facility (Jones, Briggs & Smith, 1986) and the Rathus 
Assertiveness Schedule (Rathus, 1973), to ensure representative measurement of human 
agency; and (c) the Vocational Identity subscale from My Vocational Situation (Holland, 
Daiger & Power, 1980), six items from the Vocational Decision Scale (Jones, 1977,1989) 
and a listing of 24 career search activities to ensure representative measurement of level of 
career development. 
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Two models of possihle different links between these measures were suggested. 
The first one to be explored was the hypothesis of career search efficacy mediating the 
relation between human agency and career development. The means, standard deviations, 
score ranges and correlations for that hypothesis are presented in Table 9. As was seen in 
the convergent/discriminant validity portion of this chapter, the two career search efficacy 
measures were found to be highly correlated, as were the human agency constructs. Both 
correlations of career efficacy measures and human agency constructs were significant at 
ll < .01. 
In addition, a hierarchical regression was performed to determine the mediating or 
moderating effects that career search efficacy indices would have on human agency indices. 
Results of that hierarchical regression can be found in Table 10. These results indicated 
that career search efficacy indices (CSES and CDMSE) were found to mediate the relation 
between human agency indices (Social Facility, Assertiveness, and Instrumentality) and 
career development outcomes (Activities performed, vocational identity, career decision 
needs). 
Other Research 
There are two pertinent studies that should be mentioned, that shed light on the 
construct of self-efficacy and include the Career Search Efficacy Scale as an experimental 
measure. The first study is that of an unpublished thesis authored by Nancy Ryan (1994). 
Ryan wanted to explore and determine whether or not family structure, attachment and 
parental influence variables were related to career search self-efficacy beliefs. Specifically 
she assessed whether family structure variables were associated with lower levels of career 
search efficacy and if attachment and parental influence would yield higher levels of career 
search efficacy beliefs. Additionally, Ryan was interested specifically in the career search 
self-efficacy beliefs of women and how family structure, attachment and influence variables 
play a role in prediction of those beliefs. 
Instruments employed in this study consisted of; (a) The Family Structure Survey 
(FSS; Lopez, 1986) comprised of four separate subscalcs (parent-child role reversal, 
parent-child overinvolvement, marital conflict and fear of separation); (b) The revised 
version of the Inventory of Parent and Peer Attachment (IPP A; Armsden & Greenberg, 
1987), comprised for the purpose of this study only of the parental scales (trust, 
communication and alienation); (c) The Social Influence Scale (SIS; Orput, O'Brien, & 
Brown, 1990) comprised of two subscales (Important Adult Male and Important Adult 
Female); (d) The Career Search Efficacy Scale, comprised of four subscales Gob 
exploration efficacy, interviewing efficacy, networking efficacy and personal exploration 
efficacy); and (e) The Career Decision Profile (CDP; Jones, 1988), comprised of four 
subscales (decidedness, comfort, self-knowledge needs and occupational knowledge 
needs). The three correlation matrices generated by the study (total sample, male sample 
and female sample) can be found as Tables 11, 12, 13. 
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The results of the correlation indicate that the Career Search Efficacy Scale was 
significantly related to marital conflict, fear of separation, important male support, 
important male model, important female support/encourage, attachment to mother and 
attachment to father for the entire sample. Males and females did vary in that for males 
only fear of separation, important female support/encourager and attachment to mother had 
a significant affect upon their career search self-efficacy beliefs. For females, marital 
conflict, parent-child role reversal, fear of separation and attachment to mother all played 
significant roles in evaluating career search self-efficacy beliefs. 
The second study was conducted by Fischer, Solberg, Ryan and Good in 1994. 
The purpose of the study was to determine the relationship of family structure and 
attachment measures to career search self-efficacy and career decision making status. 
Instruments used in this study included; (a) The Parental Attachment Questionnaire (PAQ; 
Kenny, 1987)(for the use of this study just the overall scale of the PAQ was consulted, not 
the individual subscales); (b) The Family Adaptability and Cohesion Scale (FACES III; 
Olson, Portner, & Lavee, 1985), comprised of 9 subscalcs (currently perceived family 
adaptability and cohesion overall, ideal family adaptability and cohesion overall, 
discrepancy between perceived and ideal family adaptability and cohesion overall, 
perceived cohesion in current family, ideal cohesion level in current family, perceived 
adaptability in current family, ideal adaptability in current family, discrepant adaptability; 
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( c) Inventory of Peer and Parent Attachment (IPP A; Annsden & Greenberg, 1987), 
comprised for the purpose of this study only of Important Male Figure and Important 
Female Figure); (d) The Family Structure Survey (FSS; Lopez, 1986) comprised of four 
separate subscales (parent-child role reversal, parent-child overinvolvement, marital conflict 
and fear of separation); (e) The Psychological Separation Inventory (PSI; Hoffman, 1984), 
comprised of four subscales (conflictual independence-mother, attitudinal independence-
mother, conflictual independence-father, attitudinal independence father); (f) The Career 
Search Efficacy Scale with its' four subscales; and (g) The Career Decision Profile (CDP; 
Jones, 1988), comprised of four subscales (decidedness, comfort, self knowledge and 
occupational knowledge). The correlation matrix from this study can be found as Table 14. 
Higher scores within the correlational matrix reflect a stronger relationship between the 
variables. 
The results of the correlation indicate that the Career Search Efficacy Scale was 
significantly related to the Career Decision Profile index, indicating convergent validity 
between the two career search related indices. In addition, the correlation matrix indicates a 
relation that attachment to mother plays a significant role in determining an individual's 
career search efficacy. The family structure which an individual experiences also seems to 
play a negatively related impacting role on one's career search efficacy. Furthermore, 
results implied that the CSES was significantly related to the four subscales of the Career 
Decision Profile. 
TABLES 
ZERO-ORDER CORRELATION OF CSE, HA AND PERSONALITY, SOLBERG ET AL. 
lA 1B lC 1D 2A 2B 2C 2D 2E J. 4A 1B. 4C SA SB SC 
lA. CSES-Job Search 
1 B. CSES-Interviewing .78 
lC. CSES-Networking .86 .84 
10. CSES-Personal Expl. .64 .55 .55 
2A. CDMSE-Goal Select. .64 .48 .54 .66 
2B. CDMSE-Occupatn. Info. .69 .60 .67 .54 .73 
2C. CDMSE-Problem Solv. .60 .52 .53 .52 .70 .73 
2D. CDMSE-Future Planning .73 .68 .71 .63 .80 .89 .78 
2E. CDMSE-Self-Appraisal .66 .55 .58 .69 .80 .80 .75 .81 
3. Assertiveness -.19 -.24 -.21 -.11 -.14 -.14 -.20 -.16 -.16 
4A. Social Anxiety -.48 -.49 -.50 -.23 -.33 -.37 -.35 -.42 -.28 .33 
4B. Sociability -.42 -.54 -.53 -.32 -.34 -.44 -.46 -.48 -.37 .35 .65 
4C. Fear of High Status -.39 -.47 -.43 -.22 -.29 -.33 -.34 -.39 -.28 .49 .48 .60 
SA. PAQ-Masculinity .47 .57 .51 .36 .36 .40 .52 .49 .46 -.30 -.49 -.63 -.44 
SB. PAQ-Femininity .18 .12 .11 .11 .14 .06 .08 .08 .12 .02 -.17 -.14 -.11 .00 
SC. PAQ-M-F .14 .19 .18 .02 .03 .05 .04 .04 .00 .09 -.24 -.25 -.07 .11 .34 
Note: CSES-Job Search= Career Search Efficacy Scale - Job Search Efficacy subscale; CSES-Interviewing = Career Search Efficacy Scale - Interviewing 
Efficacy subscale; CSES-Networking = Career Search Efficacy Scale -Networking subscale; CSES-Personal Expl. = Career Search Efficacy Scale - Personal Exploration 
subscale; CDMSE- Goal Selection = Career Decision -Making Efficacy Scale - Goal Selection subscale; CDMSE-Occupatn. Info. = Career Decision -Making Efficacy 
Scale - Occupational Information subscale; CDMSE - Problem-Solving = Career Decision Making Efficacy Scale - Problem Solving subscale; CDMSE-Planning 
= Career Decision Making Efficacy Scale - Future Planning subscale; CDMSE -Self-Appraisal= Career Decision -Making Efficacy Scale - self Appraisal subscale; 
Assertiveness=Rathus Assertiveness Schedule; Social Anxiety= Interpersonal Skills; Sociability = Interpersonal Skills; Fear of High Status = Interpersonal Skills; 
PAQ-Masculinity = Personal Attributes Questionnaire Masculinity subscale; PAQ-Fernininity = Personal Attributes Questionnaire - Femininity subscale; 




ZERO-ORDER CORRELATION MATRIX OF CSE, HA AND PERSONALITY, REPLICATION OF SOLBERG ET AL. 1993 
lA 1B lC 1D 2A 2B 2C 2D 2E 1 4A 4B 4C 5A 5B SC 
lA. CSES-Job Search 
1B. CSES-Interviewing .82 
lC. CSES-Networking .83 .81 
lD. CSES-Personal Ex.pl. .71 .62 .70 
2A. CDMSE-Goal Select. .65 .49 .57 .67 
2B. CDMSE-Occupatn. Info. .68 .60 .60 .56 .69 
2C. CDMSE-Problem Solv. .61 .51 .52 .54 .71 .72 
2D. CDMSE-Future Planning .74 .68 .68 .64 .78 .87 .79 
2E. CDMSE-Self-Appraisal .68 .56 .61 .69 .80 .78 .77 .81 
3. Assertiveness .32 .31 .38 .24 .23 .23 .32 .29 .26 
4A. Social Anxiety -.39 -.43 -.50 -.36 -.29 -.35 -.38 -.39 -.37 -.56 
4 B. Sociability -.41 -.37 -.45 -.26 -.31 -.32 -.31 -.36 -.30 -.50 .66 
4C. Fear of High Status -.35 -.39 -.42 -.23 -.27 -.32 -.32 -.35 -.27 -.54 .52 .45 
SA. FAQ-Masculinity .44 .48 .50 .40 .38 .36 .47 .44 .44 .52 -.57 -.48 -.48 
5B. P AQ-Femininity .17 .08 .14 .17 .17 .12 .12 .17 .18 .04 -.13 -.19 -.07 -.02 
5C.PAQ-M-F .14 .14 .17 .07 .03 .11 .06 .10 .07 -.02 -.24 -.22 -.02 -.01 .35 
Note: CSES-Job Search= Career Search Efficacy Scale - Job Search Efficacy subscale; CSES-Interviewing = Career Search Efficacy Scale - Interviewing 
Efficacy subscale; CSES-Networki.ng = Career Search Efficacy Scale -Networking subscale; CSES-Personal Expl. = Career Search Efficacy Scale - Personal Exploration 
subscale; CDMSE- Goal Selection= Career Decision -Making Efficacy Scale - Goal Selection subscale; CDMSE-Occupatn. Info. = Career Decision -Making Efficacy 
Scale - Occupational information subscale; ClJMSE - l'roblem-Solving = Career Decision Making Etficacy Scale - Problem Solving subscale; ClJMSE-l'lanning 
= Career Decision Making Efficacy Scale - Future Planning subscale; CDMSE -Self-Appraisal= Career Decision -Making Efficacy Scale - self Appraisal subscale; 
Assertiveness=Rathus Assertiveness Schedule; Social Anxiety = Interpersonal Skills; Sociability = Interpersonal Skills; Fear of High Status = Interpersonal Skills; 
FAQ-Masculinity= Personal Attributes Questionnaire Masculinity subscale; FAQ-Femininity= Personal Attributes Questionnaire - Femininity subscale; 





SOLBERG ET AL. 1993 
Factor I II 
CDMSE-Future Planning .90 .21 
CDMSE-Problem-solving .89 .14 
CDMSE-Self-appraisal .85 .11 
CDMSE-Occupational Information .85 .20 
CSES-Job Search .80 .31 
CDMSE-Goal Selection . 79 .22 
CSES-Personal Exploration . 76 .14 
CSES-Networking . 73 .38 
CSES-Interviewing .69 .43 
Sociability .23 . 79 
Assertiveness .13 . 79 
Social Anxiety .18 . 7 4 
Fear of High Status .19 . 73 
P AQ-Masculinity .36 .69 
P AQ-Masculitinty-Femininity .02 .08 
PAQ-Femininity .13 .00 
Note: CDMSE = Career Decision-Making Self Efficacy Scale 
CSES = Career Search Efficacy Scale 
Sociability and Assertiveness = Rathus Assertiveness Schedule 
Social Anxiety and Fear of High Status = Interpersonal Skills 





















REPLICATION OF SOLBERG ET AL. 1993 
Factor I II 
CDMSE-Future Planning .90 .21 
CDMSE-Problem-solving .89 .14 
CDMSE-Self-appraisal .8 5 .15 
CDMSE-Occupational Information .85 .11 
CSES-Job Search .81 .30 
CDMSE-Goal Selection .80 .22 
CSES-Personal Exploration . 77 .17 
CS ES-Networking . 71 .43 
CSES-Interviewing . 70 .37 
Sociability -.23 . 79 
Assertiveness .13 .79 
Social Anxiety -.19 . 7 4 
Fear of High Status -.19 . 73 
PAQ-Masculinity .36 .69 
P AQ-Masculitinty-Femininity .02 .08 
PAQ-Femininity .13 -.01 
Note: CDMSE = Career Decision Making Efficacy Scale 
CSES = Career Search Efficacy Scale 
Sociability and Assertiveness = Rathus Assertiveness Schedule 
Social Anxiety and Fear of High Status = Interpersonal Skills 





















CONCURRENT VALIDITY -- SOLBERG (1994) 
1 2 3. 4 ~ 1 .8. 
CAREER EFFICACY 
1. Career Search 
Efficacy 
2. Career Decision-
Making Self Efficacy 
Efficacy .75 
HUMAN AGENCY 
3. Social Facility -.50 -.43 
4. Assertiveness .35 .29 -.62 
5. Instrumentality .50 .46 -.61 .52 
CAREER DEVELOPMENT 
6. Activities Performed 
7. Vocational Identity 




.42 .44 .18 .03 .25 
.54 .61 -.26 .22 .31 .34 
-.39 -.44 .17 -.07 -.14 -.33 -.72 
6.27 6.15 2.38 3.54 3.66 8.07 9.00 5.17 
1.38 1.21 .67 .49 .56 3.66 4.83 1.62 
TABLE 10 
HIERACHICAL REGRESSION ANALYSES TESTING FOR MEDIA TING EFFECTS OF CAREER SEARCH EFFICACY 
CRITERION VARIABLES 
Career Activities Vocational Identity I Career Decision Needs 
PREDICTOR R R F b t R R F b t R R F b 
VARIABLES total change change total change change total change change 
Career Search .21 .21 50.36*** .39 .39 118.31 *** .20 .20 48.39*** 
Efficacy .25 .25 25.53*** .36 .36 41.57*** .24 .24 22.58*** 
.20 .20 28.15*** .40 .40 76.83*** .19 .19 26.81 *** 
CDMSE .30 4.31)'1'* .45 7.43** -.33 -5.10 
.30 2.92* .49 4.97*** -.32 -2.96 
.33 3.56** .43 5.33** -.37 -4.04 
CSES .19 2.87* .20 3.40** -.14 -2.51 
.30 2.79* .12 1.21 -.18 -1.54 
.14 1.47 .27 3.26* -.18 -1.85 
Human Agency .23 .02 3.63* .39 .oo .95 .22 .01 1.89 
.32 .07 4.85* .39 .03 1.75 .24 .00 .12 
.21 .01 1.49 .41 .01 .84 .22 .03 3.39 
Assertiveness -.17 -2.93 .06 1.07 .05 .89 
-.33 -3.59 .01 .13 -.04 -.38 
-.07 -.86 .08 1.25 .09 1.19 
Instrumentality .09 1.48 .02 .31 .10 1.70 
-.03 -.35 -.18 1.96 .01 .09 
0.14 1.68 -.06 -.91 .17 2.16 
Social Facility .00 .06 .10 1.65 .03 .41 
-.15 -1.48 .16 1.67 .02 .24 
.11 -0.8 .08 .81 .04 .50 
Note: The top figure (in bold) for each statisic reflects the total sample; the middle figure is for men only; the bottom figure is for women only. 




CORRELATION MATRIX TOTAL SAMPLE, RYAN 1994 
1 2 3 4 5 6 7 8 9 10 11 12 
Marital Conflict 1.00 
Parent-Child Overinvolvement .08 1.00 
Parent-Child Role Reversal .53** .25** 1.00 
Fear of Separation .53** .33** .42** 1.00 
Important Male Support -.10 .26** .11 .12 1.00 
Important Male Model -.24 .11 -.10 .02 .60 1.00 
Important Male Challenger -.26 .10 -.01 -.10 .50 .66** 1.00 
Important Female Support/Encourage -.11 .05 .01 .07 .34 .41 .42 1.00 
Important Female Model -.20 .02 -.03 .03 .31 .43** .40** .77 1.00 
Attachment to Mother -.30 -.04 -.11 -.10 .08 .22** .30** .60** .65** 1.00 
Attachement to Father -.50 .00 -.23 -.20 .40** .43** .42** .20** .23** .41** 1.00 
Career Search Self-Efficacy -.23 .00 -.10 .30** .03** .15* .12 .16* .12 .31 ** .28** 1.00 




CORRELATION MATRIX MALE SAMPLE, RY AN 1994 
1 2 3 4 5 6 7 8 9 10 11 12 
Marital Conflict 1.00 
Parent-Child Overinvol vement .10 1.00 
Parent-Child Role Reversal .42** .34** 1.00 
Fear of Separation .50** .29** .34** 1.00 
Important Male Support -.21 .24* .20 .03 1.00 
Important Male Model -.33 .10 .04 -.02 .60** 1.00 
Important Male Challenger -.25 .04 .14 -.10 .52** .62** 1.00 
Important Female Support/Encourage -.14 -.03 .03 .10 .33** .54** .50** 1.00 
Important Female Model -.23 .02 .00 .10 .41** .42** .45** .80** 1.00 
Attachment to Mother -.15 -.10 .06 .10 .20 .30** .34** .60** .60** 1.00 
Attachement to Father -.40 -.20 -.04 -.10 .32** .42** .40** .30** .24* .51 ** 1.00 
Career Search Self-Efficacy -.11 -.01 .07 -.20 .04 .20 .11 .22* .12 .31 ** .20 1.00 




CORRELATION MATRIX FEMALE SAMPLE, RY AN 1994 
1 2 3 4 5 6 7 8 9 10 11 12 
Marital Conflict 1.00 
Parent-Child Overinvolvement .04 1.00 
Parent-Child Role Reversal .61 ** .12 1.00 
Fear of Separation .60** .32** .50** 1.00 
Important Male Support .00 .30** .03 .21 * 1.00 
Important Male Model -.20 .21 * -.20 .10 .55** 1.00 
Important Male Challenger -.30 .20 -.14 -.02 .50** .70** 1.00 
Important Female Support/Encourage -.11 .11 -.05 .02 .35** .30 .40** 1.00 
Important Female Model -.20 -.01 -.10 -.05 .22* .40 .40** .80** 1.00 
Attachment to Mother -.41 .02 -.30 -.25 .01 .14 .20 .63** .71 ** 1.00 
Attachement to Father -.60 .02 -.41 -.27 .40** .44** .44** .20 .21 * .32** 1.00 
Career Search Self-Efficacy -.31 .01 -.25 -.34 .03 .15 .13 .10 .10 .31 ** .34 1.00 




CORRELATION MATRIX, FISCHER, GOOD, SOLBERG, AND RYAN, 1994 
Par:!9tot Nowfac Nowcoh Nowad IPPAM IPPAF FSStot Job Srch lnterv Netw Persex~l CSEStot Decide Comf Se!fknow Occknow 
Paraqtot 1.00, 
Nowfac .6666** 1.0000 
Nowcoh .7112** .8721 ** 1.0000 
Nowad .4195** .8218** .4825** 1.0000 
IPPAM .7295** .5525** .5736** .3570** 1.0000 
IPPAF .6993** .5142** .5913** .2500** .4287** 1.0000 
FSStot -.2665 -.1000 -.1378 -.0053 -.2285 -.3022 1.0000 
Job Srch .1968** .1033 .1364* .0167 .1883** .2675** -.2350 1.0000 
Interv .1120 .0968 .0963 .0444 .1101 .2702** -.2451 .8630** 1.0000 
Netw .1256 .1070 .1331 .0341 .2006** .2085** -.2405 .8397** .8194** 1.0000 
Persexpl .2057** .1341 .1658* .0543 .1373* .2947** -.2649 .7186** .6258** .7082** 1.0000 
CSEStot .1728* .1159 .1406* .0360 .1786** .2794** -.2637 .9626** .9263** .9284** .7941** 1.0000 
Decide .1207 -.0123 .0125 -.0516 .1189 .1040 -.1478 .3871** .2415** .3924** .4977** .3985** 1.0000 
Comf .1237 -.0065 .0145 -.0317 .0975 .1213 -.2380 .3823** .2670** .3719** .5610** .4008** .7340** 1.0000 
Selfknow -.0967 -.0362 -.0303 -.0286 -.0501 -.1048 .1765* -.3843 -.2440 -.3235 -.5066 -.3810 -.5219 -.5961 1.0000 
Occknow -.1454 .0214 -.0103 .0645 -.0495 -.1250 .0784 -.3165 -.1864 -.2863 -.4178 -.3153 -.5251 -.6021 .6605** 1.0000 
Note: Paraqtot=Total Scale of Parental Attachment Questionnaire; Nowfac=Family Adaptability and Cohesion-overall current perceived faces score subscale; Nowcoh=Family 
Adaptability and Cohesion-current perceived cohesion subscale; Nowad=Family Adaptability and Cohesion-current perceived adaptability subscale; IPPA M=Attachement-
Attachment to Mother subscale; IPPA F-Attachement-Attachment to Father; FSStot=Family Structure Survey-Total scale; Job Srch=Career Search Efficacy Scale-Job Search 
subscale; Interv=Career Search Efficacy Scale-Interviewing Efficacy subscale; Netw=Career Search Efficacy Scale-Networking Efficacy subscale; Persexpl=Career 
Search Efficacy Scale-Personal Exploration Efficacy subscale; CSEStot=Career Search Efficacy Scale-Total scale; Decide=Career Decision Profile-Decidedness subscale; Comf= 
Career Decision Profile-Comfort subscale; Selfknow=Career Decision Profile-Self Knowledge subscale; Occknow=Career Decision Profile-Occupational Knowledge subscale. 





Reliability estimates were obtained for the Career Search Efficacy Scale through the 
calculation of three different reliability measures. The total sample (n=427) was used in 
estimating reliability. Internal consistency for the total scale and the four subscales was 
estimated using coefficient alpha, split-half reliability was estimated using the Spearman-
Brown formula and test-retest reliability was estimated through the use of the Pearson 
Product-moment correlation coefficient. Internal consistency, was found to be quite high, 
with coefficient alpha estimates ranging form .97 for the entire scale to .95, .92, .91 and 
.87 for the Job Search Efficacy subscale, Interviewing subscale, Networking Efficacy 
subscale and Personal Exploration Efficacy subscale respectively. Split-half reliability was 
estimated with the Spearman Brown formula at .94 for the total scale. Test-retest reliability 
was estimated at a correlation of .41 for the total scale. The Job Search subscale retained 
and estimate of .30, the Interviewing subscale retained an estimate of .48, the Networking 
Efficacy subscale retained an estimate of .52 and the Personal Exploration Efficacy retained 
an estimate of .41. The test-retest reliability estimates are based upon a 6-week time 
interval between administrations. Looking at the test-retest reliability, it is apparent that the 
Job Search subscale estimate is a bit low, but perhaps this indicates that job search efficacy 
is the most variable of the different career search efficacy factors and the most susceptible 
to environmental effects. Results for the reliability findings can be located in Table 15. 
Reported are reliability estimates for both the replication of Solberg et al. (n=427), 
estimates from the Solberg et al.(1993) study (n=l92) and findings from the 1994 
unpublished thesis of Nancy Ryan (n=220). 
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TABLE15 
RELIABILITY FOR FOUR STIJDIES CONDUCTED Willi 1HE 
CAREER SEARCH EFFICACY SCALE 
TOTALCSES 





REPLICATION STIJDY, 1994 SOLBERG ET. AL, 1993 RY AN, 1994 
(n=427) (n=l 92) (n=220) 



















INTERNAL CONSISTENCY ESTIMATES FOR THREE STUDIES CONDUCTED WITH THE CSES 
REPLICATION, 1994** RYAN, 1994 
SCALE Tom! ~ F~ma!.~~ Tolfil. Mal~ F~mal~~ 
n.. 427 79 313 220 111 106 
JOB SEARCH EFFICACY 
mean 6.51 6.40 6.57 6.71 6.66 6.75 
sd 1.43 1.42 1.43 1.54 1.50 1.60 
SEM .32 .35 .32 .34 .40 .32 
alpha .95 .94 .95 .95 .93 .96 
INTERVIEWING EFFICACY 
mean 5.88 5.85 5.90 6.15 6.01 6.30 
sd 1.62 1.68 1.59 1.66 1.65 1.70 
SEM .46 .44 .48 .52 .55 .48 
alpha .92 .93 .91 .90 .89 .92 
NETWORKING EFFICACY 
mean 6.03 5.91 6.10 6.13 6.10 6.20 
sd 1.55 1.58 1.52 1.72 1.77 1.70 
SEM .47 .47 .43 .49 .53 .48 
alpha .91 .91 .92 .92 .91 .92 
PERSONAL EXPLORATION 
mean 6.67 6.50 6.77 6.86 6.86 6.90 
sd 1.49 1.55 1.44 1.56 1.50 1.70 
SEM .54 .56 .52 .56 .62 .51 
alpha .87 .87 .87 .87 .83 .91 
OVERALL CSES 
mean 6.27 6.18 6.27 6.47 6.40 6.51 
sd 1.38 1.14 1.38 1.48 1.44 1.53 
SEM .24 .20 .24 .26 .25 .22 
al ha .97 .97 .97 .97 .97 .98 
**427 combines Solberg et al. 1993 sample of 192 and a sample of 235 for replication. 
CHAPTER VI 
NORMS 
Norms for the Career Search Efficacy Scale are presented in Table 17. A 
demographic representation of the sample shows that of 427 individuals; 192 were selected 
from a medium-sized university on the west coast and had been used in the Solberg et 
al.1993 study; and 235 were selected from a large midwestem university and had not been 
previously used for research purposes. Of the entire sample, 35 did not supply researchers 
with descriptive information. From the remaining 392 students, 155 participants were 
men, and 237 were women. Of these participants, 168 were completing their freshman 
year of college, 52 were completing their sophomore year, 54 were completing their junior 
year, 114 were completing their senior year and 1 student placed him/her self in the other 
category. Racial backgrounds of the students included; 13 African Americans; 11 
Asian/Pacific Islanders; 347 Caucasians; 10 Hispanics; 3 Native Americans; 2 Others; and 
an additional 6 responses left blank. 
Norm tables consisting of the mean, standard deviation, skew, kurtosis and range 
of individual's scores on the Career Search Efficacy Scale are listed in Table 18 and Table 
19. These tables parse out scores for the four factors of career search efficacy that have 
been established by the CSES. Table 18 is representative of sample 1 (n=192) and Table 
19 represents scores obtained from sample 2 (n=235). 
One note, the norms that are presented here should be used with caution. Although 
the CSES may be applicable and useful for populations of adolescents and adults reentering 
the work force, the following tables are based strictly upon a sample of undergraduate 
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college students at two different universities. For this reason, the norms will only be 
applicable to the extent that they are representative of the population the scale is being used 
with. In some situations scale administrators may have a desire to develop local norms. 
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TABLE 17 
Demographic Characteristics of Sample (NORMS) 
(n = 192) (n = 235) 
N .%... N % 
~ 
Male 82 43 73 15 
Female ll0 57 127 31 
blank 35 54 
Afl:. 
17 1 0.5 
18 66 34 67 34 
19 36 19 41 20 
20 21 ll 21 ll 
21 38 20 42 21 
22 22 11.5 15 7.5 
23+ 8 4 13 6.5 
blank 36 
Class Standin1: 
Freshman 85 45 83 42 
Sophomore 22 ll 32 16 
Junior 27 14 28 14 
Senior 57 30 57 28 
blank 1 35 
~ 
African American ll 6 2 1 
Asian/Pacific Islander 5 2.5 6 3 
Caucasian 168 89 179 91 
Hispanic 4 2 6 3 
Native American 3 1.5 
Other 1 0.5 1 0.5 
blank 3 38 
Marital Status 
Never married 186 97.5 196 99 
Separated 1 0.5 
Divorced 
Widowed 
Married 4 2 3 1 
blank 1 36 
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TABLE 18 
MEANS AND STANDARD DEVIATIONS OF SOLBERG ET AL. 1993 
Sample 1 (n = 192) 
M SI2 ~ KurtQsis ~ 
,l2b Si;:ilrth Effitil!;l'. (Fi!!;tQr 1) 
#30 Organize and carry out career goals 6.623 1.865 -0.756 0.358 9.000 
#24 Find employer w/opportunities you want 6.073 1.871 -0.668 0.202 9.000 
#32 Research potential career options 6.053 1.751 -0.338 -0.521 8.000 
#21 Achieve a satisfying career 6.660 1.942 -0.712 -0.161 8.000 
#29 Identify your work skills 6.705 1.721 -0.920 0.687 8.000 
#31 Deal effictively with societal barriers 6.403 1.806 -0.689 0.117 9.000 
#33 Deal effectively with personal barriers 6.503 1.663 -0.667 0.23 8.000 
#17 Identify resources needed to find career 6.237 1.878 -0.561 -0.462 7.000 
#25 Know how to relate to your boss 6.393 1.970 -0.765 0.065 9.000 
#18 Contact personnel office for interview 6.468 2.069 -0.840 0.007 9.000 
#19 Information about potential employers 5.626 2.219 -0.321 -0.626 9.000 
#35 Understand how skills can be used 6.236 1.844 -0.611 0.198 9.000 
#16 Dress to communicate success - interview 7.513 1.741 -1.595 2.361 9.000 
#15 Develop skills across lifetime 6.653 1.759 -0.637 -0.107 8.000 
lnti;:rvii;:wing Effi!;il~l'. (Fa~t2r 2) 
#5 Conduct an information interview 5.037 2.199 -0.305 -0.513 9.000 
#4 Evaluate a job during an interview 5.351 2.084 -0.465 -0.364 9.000 
#26 Evaluate job requirements/work environ 6.068 1.777 -0.792 0.759 9.000 
#34 Develop effective questions for interview 5.607 2.129 -0.537 -0.376 9.000 
#27 Prepare for an interview 6.094 2.027 -0.559 -0.129 9.000 
#3 Develop an effective cover letter 5.189 2.427 -0.327 -0.924 9.000 
#28 Select people to associate with at work 6.763 1.594 -0.888 0.993 9.000 
#22 Market your skills and abilities to others 6.199 2.042 -0.737 0.179 9.000 
Ni;:tw2rking Effi~il!;l'. (Fa~t2r Jl 
#14 Join organizations with career emphasis 5.709 2.157 -0.453 -0.490 9.000 
#11 Use social network for job opportunities 5.911 1.975 -0.515 -0.136 9.000 
#8 Utilize social networks to gain employment 6.079 2.092 -0.589 -0.210 9.000 
#12 Integrate knowleged in career planning 5.978 1.961 -0.380 -0.614 8.000 
#13 Develop strategies in locating employment5.783 1.921 -0.392 -0.564 8.000 
#2 Meet new people in careers of interest 6.178 1.949 -0.680 -0.337 8.000 
#20 Solicit help from established person 5.730 2.133 -0.430 -0.646 9.000 
#10 Market skills and abilities to employer 6.031 2.107 -0.604 -0.027 9.000 
Pi;:r~~mal Expl2rati2n Effi~ill'. (Fa~t2r 4) 
#7 Clarify and examine personal values 7.042 1.725 -1.196 1.473 8.000 
#9 Identify and evaluate personal values 7.196 1.679 -1.281 1.966 8.000 
#6 Identify and evaluate career preferences 6.183 1.920 -0.530 -0.300 8.000 
#23 Identify and evaluate personal capabilities 6.774 1.828 -1.290 2.193 9.000 
#1 Identify and evaluate career values 5.654 2.207 -0.359 -0.692 9.000 
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TAI3LEI9 
MEANS AND STANDARD DEVIATIONS OF REPLICATION OF SOLBERG ET AL. 1993 
Sample 2 (n = 235) 
M SD Skew Kurtosis ~ 
,l2b S~ar~h Effi~a~l'. {Fa~t2r 1} 
#30 Organize and carry out career goals 6.749 1.847 -0.996 0.835 9.000 
#32 Research potential career options 6.283 1.819 -0.754 0.524 9.000 
#24 Find employer w/opportunities you want 6.227 1.823 -0.738 0.265 9.000 
#35 Understand how skills can be used 6.322 1.943 -0.779 0.090 9.000 
#17 Identify resources needed to find career 6.447 1.785 -0.615 -0.161 8.000 
#34 Develop effective questions for interview 6.070 1.997 -0.614 -0.071 9.000 
#21 Achieve a satisfying career 6.729 1.901 -0.960 0.752 9.000 
#15 Develop skills across lifetime 6.543 1.895 -0.833 0.013 7.000 
#33 Deal effectively with personal barriers 6.643 1.699 -0.676 -0.155 7.000 
#14 Join organizations with career emphasis 5.985 1.947 -0.455 -0.283 9.000 
#28 Select people to associate with at work 6.874 1.598 -0.805 0.442 8.000 
#18 Contact personnel office for interview 6.658 1.965 -0.909 0.508 9.000 
#19 Information about potential employers 5.621 2.180 -0.497 -0.395 9.000 
#25 Know how to relate to your boss 6.583 1.688 -0.596 -0.215 7.000 
#31 Deal effictively with societal barriers 6.688 1.593 -0.636 0.032 7.000 
#16 Dress to communicate success - interview 7.804 1.483 -1.771 3.720 7.000 
Int~rvi~}!'.ing Effi~a~)'. {Fa~t2r 2} 
#4 Evaluate a job during an interview 5.455 2.069 -0.503 -0.089 9.000 
#5 Conduct an information interview 5.197 2.330 -0.331 -0.588 9.000 
#3 Develop an effective cover letter 5.221 2.408 -0.366 -0.510 9.000 
#10 Market skills and abilities to employer 6.182 1.821 -0.451 -0.493 8.000 
#8 Utilize social networks to gain employment 6.276 1.856 -0.583 -0.331 8.000 
#11 Use social network for job opportunities 6.116 1.832 -0.466 -0.361 8.000 
#26 Evaluate job requirements/work environ 6.040 1.675 -0.305 -0.122 8.000 
#27 Prepare for an interview 6.166 1.959 -0.699 0.368 9.000 
#13 Develop strategies in locating employment 5.920 1.841 -0.455 -0.357 9.000 
#22 Market your skills and abilities to others 6.688 1.733 -0.857 0.530 8.000 
#20 Solicit help from established person 5.980 2.042 -0.659 0.100 9.000 
N~t!!'.2rking Effi~a~l'. (Fa~t2r J} 
#9 Identify and evaluate personal values 7.269 1.598 -1.054 0.741 7.000 
#7 Clarify and examine personal values 7.283 1.597 -0.933 -0.014 6.000 
#29 Identify your work skills 6.764 1.605 -0.831 0.431 7.000 
#23 Identify and evaluate personal capabilities 7.020 1.624 -1.134 1.321 8.000 
P~r~2nal Expl2rati2n Effi~i!l'. {Fa~t2r 4} 
#1 Identify and evaluate career values 5.960 1.997 -0.770 0.300 9.000 
#6 Identify and evaluate career preferences 6.222 2.050 -0.496 -0.484 9.000 
#2 Meet new people in careers of interest 6.407 1.962 -0.782 0.196 8.000 
#12 lnte~ate knowle~ed in career 121annin~ 6.144 1.883 -0.253 -0.827 7.000 
CHAPTER VII 
ADMINISTRATION AND SCORING 
Instructions for the Career Search Efficacy Scale are printed in full at the top of each 
questionnaire. The instructions may be read aloud to a group of individuals or read silently 
by the subjects being assessed. Instructions should not be changed or amplified in any 
way. Following completion of the questionnaire, the survey administrator should check 
that all items have been completed. If answers are missing, care should be taken to 
encourage the responder to complete these unanswered items. The CSES may be 
administered in a variety of settings (e.g. schools, within industry and/or in counseling 
centers), however as mentioned before, norms are only available at this time for traditional 
aged college students. Limited knowledge is required for those who administer the CSES. 
It can be administered by psychologists, counselors and/or researchers. While the scale is 
expected to be applicable for college students, adult populations and adolescents, the 
current norms are based on a college student population. 
The Career Search Efficacy Scale is not a timed instrument. On the average, it 
should take respondents 10 minutes to complete. Individuals are asked to indicate their 
level of confidence in performing 35 career search tasks on a IO-point scale, ranging from 
very little (0) to very much (9). 
Scorin1: the CSES 
The Career Search Efficacy Scale represents a sample of career search behaviors 
that individuals can be expected to demonstrate during their personal quest for the right 
profession. The scale is used best as an assessment tool to gauge where an individual's 
self-efficacy lies in completing the suggested tasks. "Scoring" the scale is in essence 
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assessing and individual's confidence level in performing the various tasks outlined. This 
scoring procedure must be executed by an individual with professional training, such as a 
counselor or a psychologist. All items have been summed to yield an overall index of 
career search efficacy; score averages range from Oto 9.0 for the entire scale. An 
individual can be evaluated on the basis of his/her scores on either the entire Career Search 
Efficacy Scale, or upon the four individual components that comprise the CSES. Provided 
in Table 20 are z-scores and T-scores that have been calculated from the raw data gathered 
from the total sample (n=427). 
TABLE20 
Z- SCORES FOR THE CAREER SEARCH EFFICACY SCALE 
RAW 
MEAN JOB SEARCH INTERVIEWING NETWORKING PERSONAL EXP. TOTAL CSES 
1 z; 1 z; 1 z; 1 z; 1 z; 
0.0 4.10 -4.59 13.07 -3.69 12.00 -3.80 5.13 -4.49 5.52 -4.45 
0.1 5.10 -4.49 14.07 -3.59 13.00 -3.70 6.13 -4.39 6.52 -4.35 
0.2 6.10 -4.39 15.07 -3.49 14.00 -3.60 7.13 -4.29 7.52 -4.25 
0.3 7.10 -4.29 16.07 -3.39 15.00 -3.50 8.13 -4.19 8.52 -4.15 
0.4 8.10 -4.19 17.07 -3.29 16.00 -3.40 9.13 -4.09 9.52 -4.05 
0.5 9.10 -4.09 18.07 -3.19 17.00 -3.30 10.13 -3.99 10.52 -3.95 
0.6 10.10 -3.99 19.07 -3.09 18.00 -3.20 11.13 -3.89 11.52 -3.85 
0.7 11.10 -3.89 20.07 -2.99 19.00 -3.10 12.13 -3.79 12.52 -3.75 
0.8 12.10 -3.79 21.07 -2.89 20.00 -3.00 13.13 -3.69 13.52 -3.65 
0.9 13.10 -3.69 22.07 -2.79 21.00 -2.90 14.13 -3.59 14.52 -3.55 
1.0 14.10 -3.59 23.07 -2.69 22.00 -2.80 15.13 -3.49 15.52 -3.45 
1.1 15.10 -3.49 24.07 -2.59 23.00 -2.70 16.13 -3.39 16.52 -3.35 
1.2 16.10 -3.39 25.07 -2.49 24.00 -2.60 17.13 -3.29 17.52 -3.25 
1.3 17.10 -3.29 26.07 -2.39 25.00 -2.50 18.13 -3.19 18.52 -3.15 
1.4 18.10 -3.19 27.07 -2.29 26.00 -2.40 19.13 -3.09 19.52 -3.05 
1.5 19.10 -3.09 28.07 -2.19 27.00 -2.30 20.13 -2.99 20.52 -2.95 
1.6 20.10 -2.99 29.07 -2.09 28.00 -2.20 21.13 -2.89 21.52 -2.85 
1.7 21.10 -2.89 30.07 -1.99 29.00 -2.10 22.13 -2.79 22.52 -2.75 
1.8 22.10 -2.79 31.07 -1.89 30.00 -2.00 23.13 -2.69 23.52 -2.65 




Z- SCORES FOR THE CAREER SEARCH EFFICACY SCALE (con't) 
RAW JOB SEARCH INTERVIEWING NETWORKING PERSONAL EXP, TOTALCSES 
MEAN 1 i 1 i 1 i 1 i 1 z 
2.0 24.10 -2.59 33.07 -1.69 32.00 -1.80 25.13 -2.49 25.52 -2.45 
2.1 25.10 -2.49 34.07 -1.59 33.00 -1.70 26.13 -2.39 26.52 -2.35 
2.2 26.10 -2.39 35.07 -1.49 34.00 -1.60 27.13 -2.29 27.52 -2.25 
2.3 27.10 -2.29 36.07 -1.39 35.00 -1.50 28.13 -2.19 28.52 -2.15 
2.4 28.10 -2.19 37.07 -1.29 36.00 -1.40 29.13 -2.09 29.52 -2.05 
2.5 29.10 -2.09 38.07 -1.19 37.00 -1.30 30.13 -1.99 30.52 -1.95 
2.6 30.10 -1.99 39.07 -1.09 38.00 -1.20 31.13 -1.89 31.52 -1.85 
2.7 31.10 -1.89 40.07 -0.99 39.00 -1.10 32.13 -1.79 32.52 -1.75 
2.8 32.10 -1.79 41.07 -0.89 40.00 -1.00 33.13 -1.69 33.52 -1.65 
2.9 33.10 -1.69 42.07 -0.79 41.00 -0.90 34.13 -1.59 34.52 -1.55 
3.0 34.10 -1.59 43.07 -0.69 42.00 -0.80 35.13 -1.49 35.52 -1.45 
3.1 35.10 -1.49 44.07 -0.59 43.00 -0.70 36.13 -1.39 36.52 -1.35 
3.2 36.10 -1.39 45.07 -0.49 44.00 -0.60 37.13 -1.29 37.52 -1.25 
3.3 37.10 -1.29 46.07 -0.39 45.00 -0.50 38.13 -1.19 38.52 -1.15 
3.4 38.10 -1.19 47.07 -0.29 46.00 -0.40 39.13 -1.09 39.52 -1.05 
3.5 39.10 -1.09 48.07 -0.19 47.00 -0.30 40.13 -0.99 40.52 -0.95 
3.6 40.10 -0.99 49.07 -0.09 48.00 -0.20 41.13 -0.89 41.52 -0.85 
3.7 41.10 -0.89 50.07 0.01 49.00 -0.10 42.13 -0.79 42.52 -0.75 
3.8 42.10 -0.79 51.07 0.11 50.00 0.00 43.13 -0.69 43.52 -0.65 
3.9 43.10 -0.69 52.07 0.21 51.00 0.10 44.13 -0.59 44.52 -0.55 
""' t-' 
TABLE 20 
Z- SCORES FOR THE CAREER SEARCH EFFICACY SCALE (con't) 
RAW JOB SEARCH INTERVIEWING NETWORKING PERSONAL EXP. TOTAL CSES 
MEAN 1 z. 1 z. 1 z. 1 z. 1 z 
4.0 44.10 -0.59 53.07 0.31 52.00 0.20 45.13 -0.49 45.52 -0.45 
4.1 45.10 -0.49 54.07 0.41 53.00 0.30 46.13 -0.39 46.52 -0.35 
4.2 46.10 -0.39 55.07 0.51 54.00 0.40 47.13 -0.29 47.52 -0.25 
4.3 47.10 -0.29 56.07 0.61 55.00 0.50 48.13 -0.19 48.52 -0.15 
4.4 48.10 -0.19 57.07 0.71 56.00 0.60 49.13 -0.09 49.52 -0.05 
4.5 49.10 -0.09 58.07 0.81 57.00 0.70 50.13 0.01 50.52 0.05 
4.6 50.10 0.01 59.07 0.91 58.00 0.80 51.13 0.11 51.52 0.15 
4.7 51.10 0.11 60.07 1.01 59.00 0.90 52.13 0.21 52.52 0.25 
4.8 52.10 0.21 61.07 1.11 60.00 1.00 53.13 0.31 53.52 0.35 
4.9 53.10 0.31 62.07 1.21 61.00 1.10 54.13 0.41 54.52 0.45 
5.0 54.10 0.41 63.07 1.31 62.00 1.20 55.13 0.51 55.52 0.55 
5.1 55.10 0.51 64.07 1.41 63.00 1.30 56.13 0.61 56.52 0.65 
5.2 56.10 0.61 65.07 1.51 64.00 1.40 57.13 0.71 57.52 0.75 
5.3 57.10 0.71 66.07 1.61 65.00 1.50 58.13 0.81 58.52 0.85 
5.4 58.10 0.81 67.07 1.71 66.00 1.60 59.13 0.91 59.52 0.95 
5.5 59.10 0.91 68.07 1.81 67.00 1.70 60.13 1.01 60.52 1.05 
5.6 60.10 1.01 69.07 1.91 68.00 1.80 61.13 1.11 61.52 1.15 
5.7 61.10 1.11 70.07 2.01 69.00 1.90 62.13 1.21 62.52 1.25 
5.8 62.10 1.21 71.07 2.11 70.00 2.00 63.13 1.31 63.52 1.35 




Z- SCORES FOR THE CAREER SEARCH EFFICACY SCALE (con't) 
RAW JOB SEARCH NETWORKING INTERVIEWING PERSONAL EXP, TOTAL CSES 
MEAN 1 z. 1 z. 1 z. 1 z. 1 z. 
6.0 64.10 1.41 73.07 2.31 72.00 2.20 65.13 1.51 65.52 1.55 
6.1 65.10 1.51 74.07 2.41 73.00 2.30 66.13 1.61 66.52 1.65 
6.2 66.10 1.61 75.07 2.51 74.00 2.40 67.13 1.71 67.52 1.75 
6.3 67.10 1.71 76.07 2.61 75.00 2.50 68.13 1.81 68.52 1.85 
6.4 68.10 1.81 77.07 2.71 76.00 2.60 69.13 1.91 69.52 1.95 
6.5 69.10 1.91 78.07 2.81 77.00 2.70 70.13 2.01 70.52 2.05 
6.6 70.10 2.01 79.07 2.91 78.00 2.80 71.13 2.11 71.52 2.15 
6.7 71.10 2.11 80.07 3.01 79.00 2.90 72.13 2.21 72.52 2.25 
6.8 72.10 2.21 81.07 3.11 80.00 3.00 73.13 2.31 73.52 2.35 
6.9 73.10 2.31 82.07 3.21 81.00 3.10 74.13 2.41 74.52 2.45 
7.0 74.10 2.41 83.07 3.31 82.00 3.20 75.13 2.51 75.52 2.55 
7.1 75.10 2.51 84.07 3.41 83.00 3.30 76.13 2.61 76.52 2.65 
7.2 76.10 2.61 85.07 3.51 84.00 3.40 77.13 2.71 77.52 2.75 
7.3 77.10 2.71 86.07 3.61 85.00 3.50 78.13 2.81 78.52 2.85 
7.4 78.10 2.81 87.07 3.71 86.00 3.60 79.13 2.91 79.52 2.95 
7.5 79.10 2.91 88.07 3.81 87.00 3.70 80.13 3.01 80.52 3.05 
7.6 80.10 3.01 89.07 3.91 88.00 3.80 81.13 3.11 81.52 3.15 
7.7 81.10 3.11 90.07 4.01 89.00 3.90 82.13 3.21 82.52 3.25 
7.8 82.10 3.21 91.07 4.11 90.00 4.00 83.13 3.31 83.52 3.35 
















Z- SCORES FOR THE CAREER SEARCH EFFICACY SCALE (con't) 
JOB SEARCH NETWORKING INTERVIEWING PERSONAL EXP. 
1 'l,. 1 z. 1 z. 1 z. 
84.10 3.41 93.07 4.31 92.00 4.20 85.13 3.51 
85.10 3.51 94.07 4.41 93.00 4.30 86.13 3.61 
86.10 3.61 95.07 4.51 94.00 4.40 87.13 3.71 
87.10 3.71 96.07 4.61 95.00 4.50 88.13 3.81 
88.10 3.81 97.07 4.71 96.00 4.60 89.13 3.91 
89.10 3.91 98.07 4.81 97.00 4.70 90.13 4.01 
90.10 4.01 99.07 4.91 98.00 4.80 91.13 4.11 
91.10 4.11 100.07 5.01 99.00 4.90 92.13 4.21 
92.10 4.21 101.07 5.11 100.00 5.00 93.13 4.31 
93.10 4.31 102.07 5.21 101.00 5.10 94.13 4.41 
















USES IN CLINICAL AND RESEARCH SETTINGS 
The Career Search Efficacy Scale can be applied in both clinical and research 
settings. For each domain though, the scale should be utilized in a different fashion. 
When looking at the scale in the clinical domain, the scale would best be put to use by 
considering it as a multifactorial tool. By administering the scale and determining an 
individual's weaknesses in one or all of the four different subcategories of the career search 
efficacy scale, a counselor can quickly target which behaviors/self efficacy beliefs to focus 
in on. Due to this ability to focus on a specific target area(s) of career search efficacy, 
clients may possibly benefit from short term therapy. This short term approach is often 
utilized in counseling centers at universities, out placement offices and career centers --
environments where the population that the Career Search Efficacy Scale was designed for, 
would frequent. 
The CSES can also be applied in research settings. In considering the scale's 
merits from a measurement standpoint, the high a level (overall a= .97) would indicate 
that the scale is overall measuring a single construct, that of career search efficacy. In this 
domain, the scale should be considered as a single scale. This is important to note in career 
search efficacy research, in that, if future research attempts to quantify career search 
efficacy further, the CSES should be employed as an entire scale to accurately tap into the 
construct of career search efficacy. 
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APPENDIX A 
COPY OF THE CAREER SEARCH EFFICACY SCALE 
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CAREER SEJ\RCII SCALE 
r---
~ 
Please lmllcalc how cu110clcnl you arc In pc1 forn1h11! cac:h of the laslts listed below. 
HOW CONFIDENT ARE YOV IN YOUR .I\IIILITY TO: 
vrry llltlc very much 
1. ldenllf y and evaluate your_ career values () l 2 3 4 5 6 7 8 9 
2. Meet new people In career9 or Interest 0 l 2 3 " 5 6 7 8 9 3. Develop an elTccUve cover letter to be malled to employcrc; () l 2 3 " 5 6 7 0 !) 
"· Evaluate a Job during nn Interview 
() 1 2 J " 5 6 7 0 !) 5. Conduct an Information Interview 0 1 2 3 " r, 6 7 0 9 
6. ldentlf y and evaluate your career preferences 0 1 2 3 " 5 6 7 8 9 7. Cl.lrlfy and examine your personal values 0 I 2 3 " 5 6 7 8 9 8. Utilize your social networks to gain employmcnl () 1 2 3 " 5 6 7 8 9 9. Identify and evaluate yout personal valu<''., 0 l 2 J 4 5 6 7 8 9 
10. Market your skills and abllllles lo an employer 0 1 2 3 4 5 6 7 8 9 
I I 
11. Use your social network lo ldenllfy Job opportunlllrs 0 1 2 3 4 5 6 7 8 9 
12. Integrate your knowledf.e of your..etr, the beliefs and va lucs of others, 0 l 2 3 4 5 6 7 8 9 
and your career lnfonnallon Into realistic and s.,t1sfy1t11~ career pla1111h11! 
13. Develop realistic strale,?les for localln~ ancl srcurln1: employment () 1 2 3 4 5 6 7 8 9 
14. Join orr.antzaUons that have a career emphasl!, 0 1 2 3 " 5 6 7 8 9 15. Develop sit.Ills you can u&e across a lllcllmc of career lkcl~;lon 111;1lt1111~ 0 l 2 3 " 5 G 7 8 9 
16. Dress ln a way that comMunlcaks succcs.,; durln~ a Joh h ,1 rrvlcw 0 1 2 3 4 5 6 7 R 9 
17. Identify the resources you need lo find 111 the career yuu want () l 2 3 " 5 6 7 0 !t 18. Contact a personnel office, to secure a Joh lnle1vlcw () 1 2 3 4 5 6 7 n 9 
19. Know where to Rnd Information about potential employers In ordrr lo 0 1 2 3 4 5 6 7 0 9 
make r,ood career decLc;lons 
20. Solicit help from an established career person lo hdp cha, t a course 111 0 1 2 3 4 5 6 1. R 9 
a given lleld 
21. J\chlt"Vc a sallsfylnf. career 0 1 2 3 4 5 6 7 8 9 
22. Market your skllls and abllllles lo olhern 0 l 2 3 4 5 6 7 8 9 
23. Identify and t:Yaluate your personal capnhlllllcs 0 1 2 3 " 5 6 7 8 9 24. Find on employer that wdl provtcle you with the oppmlunlllcs that you want 0 1 2 3 4 5 6 7 8 9 
25. Know how lo relate lo your boss In order lo cnham:c your career () 1 2 3 " 5 6 7 8 9 
co 
~ HOW CONFIDENT .ARE YOU JN YOUJt J\IJILITY TO: 
vny lllllc w:ry much 
2G. ~valuate lhcjob requirements and work c11vho11111c11l d,111111? a Joh h1lnvkw 0 1 2 3 4 5 6 7 8 9 
27. Prepare for an Interview · 0 l 2 3 4 5 6 7 8 9 
28. Select help(ul people al the worltplace wllh whom lo a•;:,ot:lalc 0 1 2 3 4 5 6 7 fl 9 
?.9. ldenllfy your worlt skJUs 1 0 l 2 3 4 5 6 7 8 9 
:10. Orga11J1.c and cany oul your career r,oals 0 1 2 3 " 5 6 7 8 9 I 
:u. Deal cffccllvcly wlllt socrctal barrters 0 1 2 3 4 5 6 7 8 9 
J2. Research polenUaJ career options prior lo searchh11~ lor a Joh 0 1 2 3 " 5 6 7 B 9 :JJ. Deal cfJccllvcly with personal barriers 0 l 2 3 4 5 6 7 8 9 
34. Develop effective qucslloM for an lnlom1allon lnlcrvh'.w 0 I 2 J '1 5 6 7 0 9 
:J5. Understand how your skJlls can be (•llccllvcly u:;cd 111 a varlrl:,t of Johs 0 I 2 3 " 5 6 7 8 9 
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